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Abstract 

The purpose of this study is to investigate the relationship between mobbing behaviour faced by high schools teachers 
and their organizational trust. The study was based on the survey model. 418 teachers from five different prefectures in 
the province of Ankara participated in the survey. The NAQ negative acts scale and organizational trust scale were used 
to collect the survey data. Frequency, t-test, ANOVA, and regression analyses were employed in the analysis of the data. 
Following the survey, it was found that the level of mobbing faced by teachers was low and their level of organizational 
trust was high. Significant differences by type of school were found in both variables. In addition, a medium-level 
negative relationship was also identified between mobbing experienced in schools and organizational trust. 
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1. Introduction 

Griffin (1967) defines trust as the belief that a situation will occur to reach the goal in risky environments. According to 
Mislrra (1996), trust is “our belief that the person opposite us will be honest and predictable and consider our interests in 
his relationships and in his decisions against us”. In this context, trust may be said to be related with the level of the 
positive expectation created by individuals in each other. The concept of organizational trust has been developed by 
considering the trust among organizational factors. According to Tiiziin (2007), organizational trust is the positive 
expectations based on roles, relationships, and experiences within the organization and concerning the intentions and 
behaviours of organization members. According to Tan and Tan (2000), organizational trust is the sense of confidence 
on the part of the employee that the organization will make decisions in his favour. 

It is stated that organizational trust has effects both directly and indirectly on organizational efficiency. According to 
Baier (1986), organizational trust assumes an important role in the creation of harmonious and efficient relationships in 
the organization and, as a result, in the formation of effective cooperation and communication. In addition, Demircan 
and Ceylan (2003) state that organizational trust also affects factors such as organizational commitment and 
organizational citizenship. It is stated that the organizational trust factor, which is a subject of research also at schools, 
has an effect on a number of variables such as school culture and school climate (Yasar, 2005). Tschannen-Moran and 
Hoy (1998) state that healthy communication is needed between teachers themselves and between teachers and 
principals for schools to be effective and successful, and that organizational trust is needed for healthy communication. 
Ozer, Demirtas, Ustiiner and Comert (2006) include students and parents in this network of relationships and state that 
all members of the school community need to be in a relationship based on mutual trust and that the element of trust is 
important for us to be able to speak of high-quality education. Studies conducted also demonstrate that organizational 
trust affects the individual performances of employees. In the survey carried out by Bute (2011), it is found that the 
perception of organizational trust has a strong effect on the individual performances of employees. This is because the 
level of organizational trust causes the channels of communication to become stronger and elements such as mutual 
help and sharing to increase between employees. 

According to Tiiziin (2007), trust does not arise by itself in an organization. For trust to arise, a management activity is 
required. In this management activity, trust should be built and managed on employees. Bryk and Schneider (2002) list 
the essential elements required for organizational trust to form in schools, which they state to be the professional 
competence of employees, honesty in relationships, and transparency in the relationship between principals and 
employees. However, these elements’ coming together is not sufficient for organizational trust to form in the 
organization. In addition to them, the element of time is also important. According to Mcknight and Cummings and 
Chervany (1998), organizational trust does not form in a short time, it is an element that forms in the process of time. 
According to Matthai (1989), the organization causes organizational trust to form in the process of time through the 
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commitment it shows to fulfil its undertakings despite risky and uncertain situations. 

Organizational mobbing is types of communication between employees that may be called negative. Gossip, ridicule, 
insult, assigning an employee tasks beneath his capacity in order to degrade him, hiding information from an employee, 
ignoring the individual, taking no regard of his opinions, and similar types of behaviour may be cited as examples 
(Einarsen & Raknes, 1997). Leymann (1984) defines such behaviour as systematic hostile and unethical behaviour 
suffered by one or several employees from the others, and gives it the name “psychological violence” and 
“psycho-terror” (as cited in Davenport, Schwartz and Elliott, 2003). 

Surveys conducted in Turkey have found that mobbing occurs in education institutions as in all other institutions (Toker 
Gbkce, 2006; Ugurlu, Qaglar, & Giines, 2012). A study on primary schools made by Cemaloglu (2007a) finds that 50% 
of teachers experience mobbing. Urasoglu (2007) finds a similar result in high schools. In a survey conducted on 
primary schools by Ertiirk (2013a), it is found that 4.1% of teachers face mobbing behaviour every day. 

The negative and destructive impacts of mobbing affect both the individual and the organization (Ertiirk, 2013b). 
Surveys have found that 27% of those who face mobbing suffer psychological problems and 10 % psychosomatic 
problems (Mikkelsen & Einarsen, 2002a). In a study conducted among teachers (Yazict, 2009), it is found that 
individuals who face mobbing have health complaints such as nervousness and depression. In the study conducted by 
Celep and Konaklt (2013), it is shown that victims of mobbing suffer psychological difficulties, which lead to a fall in 
the organizational performance of those individuals. A study conducted by Cemaloglu (2007b) finds a significant 
relationship between exposure to mobbing and organizational health. The study by Karctoglu and (,'clik (2012) shows 
that there is a significant and inverse relationship between the level of mobbing and organizational commitment. In 
addition, the survey made by GUI and Ozcan (2011) identifies a significant, positive, and medium-level relationship 
between the level of mobbing and organizational silence. 

1.1 The Relationship between Organizational Trust and Mobbing 

Trust is defined as the belief we have to a certain extent that the individual with whom we are in a mutual relationship 
takes our interests into consideration or at least that he will do us no harm (Meyerson; Weick; Kramer, 1996). Mobbing, 
however, is intended to harm the other person in terms of the way it is implemented. According to Namie (2003), 
aggressors seek in any case to harm the health and economic condition of the victim when they engage in mobbing 
behaviour. 

In a survey on health workers, Durdag and Naktiyok (2011) find a significant and inverse relationship between mobbing 
that occurs in the organization and organizational trust. The same result is found by Cemaloglu and Kilmf (2012) in 
primary schools. These studies also explain how mobbing leads to loss of trust. According to Durdag and Naktiyok 
(2011), as a result of mobbing, victims experience loneliness and cannot express themselves. In this event, the victim 
begins to feel alienated from the work environment. The victim also loses trust in his manager who fails to see, or 
ignores, the process experienced by him. For this reason, the victim, who perceives his manager as the representative of 
the organization, also loses his trust in the organization. On the other hand, the survey conducted by Cemaloglu and 
Kilinf (2012) shows that a school climate based on trust lowers the teachers’ perception of mobbing. 

There are numerous independent studies concerning the phenomena of organizational trust and mobbing. Two studies 
that examine the relationship between organizational trust and mobbing have been encountered. The first of these 
studies was conducted by Durdag and Naktiyok (2011) on health workers and the other by Cemaloglu and Kiling (2012) 
in primary schools. The present study aims to examine the same relationship in high schools. With this aim, answers 
were sought to the following questions: 

1- What is the level of sub-factors of organizational trust and mobbing faced by teachers working in high schools? 

2- Does the level of organizational trust of teachers and mobbing faced by teachers significantly differ by gender, level 
of education, age, period of work in the current school, and type of school? 

3- Are the perceptions of mobbing faced by teachers an important predictor of the sub-factors of the level of 
organizational trust? 

2. Method 

This research was conducted in survey model. It examines the teachers’ perceptions of organizational trust and mobbing 
behaviour faced by them. In addition, an effort was also made to investigate how mobbing faced by teachers affects 
their perception of organizational trust. 

2.1 Population and Sample 

The population of the survey consists of a total of 23,386 teachers working in the general and vocational high schools 
located in the province of Ankara (MEB, 2014). The population size and sampling error were taken as a basis to 
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determine the sample size. For populations up to 25,000 (sampling error = 0.05 and level of confidence a= 0,05), the 
required sample size is 378 (Sahin, 2011). Considering the rate of response and the loss of data in the questionnaires to 
be administered, the sample was increased by 20%. For this reason, the sample was determined as 454. Of the teachers 
who participated in the survey, 56% are male and 44% female, with 46% working in general high schools and 54% in 
vocational high schools. 

2.2 Data Collection Instrument 

The organizational trust scale was used to determine the level of organizational trust of the participants. This scale was 
developed by Daboval, Cornish, Swindle and Gaster (1994), adapted to Turkish by Kamer (2001) and revised by Ytlmaz 
(2005) for use in schools. Ytlmaz identified four sub-factors in this scale. The total variance explained by the four 
sub-factors was found to be 53.9 % and Cronbach’s Alpha value to be .97. The first factor ( Sensitivity to Colleagues) 
explains 19.352 % of the variance, the second factor (Trust in the Principal ) 16.988%, the third factor ( Openness to 
Innovation) 4.421%, and the fourth factor ( Communication Environment) 12.649 % (Ytlmaz, 2005). The factor analysis 
made for current study showed (Table 1) that the total variance explained by the four factors in the scale is 54.37 % and 
that the total reliability coefficient of the scale is Cronbach’s Alpha .94. 

The NAQ “Negative Act Questionnaire” scale was employed to find out the level of mobbing faced by the participants. 
This scale was developed by Einarsen ve Raknes (1997) and adapted to Turkish by Aydtn and Ocel (2009) (22 items). 
As a result of the factor analysis made, items 12 and 13 in two-factor scale were removed from the scale because they 
had a high load value in more than one factor. The first factor was named “attack on social relations” (11 items) with the 
factor loads of the items varying between .47 and. 82 and with Cronbach's Alpha found to be .84. The second factor was 
named “attack on job area” (9 items) with the load factors of the items varying between .38 and .70 and with the 
Cronbach's Alpha value found to be .88. 

Table 1. Total Variance explained 


Factors 

Sub-factors 

% of Variance 

Organizational 

Sensitivity to Colleagues 

18.77 

Trust 

Trust in the Principal 

15.43 


Openness to Innovation 

11.00 

KMO = .934 

Communication Environment 

9.16 

Alpha = .94 

Total 

54.37 

Mobbing 

Attack on social relations 

25.29 

KMO =^914 

Attack on job area 

18.21 

Alpha = .88 

Total 

43.51 


2.3 Collection and Analysis of Data 

455 questionnaires were distributed to collect the data. They were answered by teachers who volunteered in schools 
randomly selected from 9 different prefectures of Ankara. Of the questionnaires distributed, 418 returned but 392 of 
them were considered suitable for assessment. The data collected were coded into the SPSS 13 program and analyses 
were made. Descriptive statistics and the t-test, ANOVA test and the Tukey test were used. In the survey, the averages 
obtained from the scales were interpreted at the intervals of 0.80 (5/4), and evaluated as 1.00-1.80 (very low), 1.81-2.60 
(low), 2.61-3.40 (medium), 3.41-4.20 (high) and 4.21-5.00 (very high). Multiple regression analysis was employed to 
determine whether the level of mobbing behaviour faced by teachers significantly predicts of the sub-factors of the level 
of organizational trust. The correlation coefficient of “0.70-1.00” was interpreted as high; “0.69-0.30” as medium and 
“0.29-0.00” as low (Biiyukozturk, 2004). 

3. Findings 

Table 2 gives the mean and standard deviation values relating to the sub-factors of the variables of organizational trust 
and mobbing. 

Table 2. Mean and standard deviation values relating to the sub-factors of the variables of organizational trust and 
mobbing 


Factors 

Sub-factors 

n 

X 

Std. D. 

Organizational 

Trust 

Mobbing 

Sensitivity to Colleagues 

Trust in the Principal 

Openness to Innovation 
Communication Environment 

Total 

Attack on social relations 

Attack on job area 

Total 

391 
390 
388 

392 
387 
378 
385 
377 

3.41 

3.39 

3.34 

3.32 

3.38 

1.87 

1.82 

1.84 

.94 

.80 

.70 

.89 

.67 

.82 

.69 

.67 
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When Table 2 is examined, it is noted that the teachers’ overall organizational trust is at medium level (* = 3.38) with 
“sensitivity to colleagues ” being the highest ranking sub-factor (-' =3.41) and “ communication environment ” being the 
lowest (-'=3.32). Findings related to mobbing in Table 2 are shows that the overall level of mobbing faced by teachers is 
low (-'=1.84) with “attack on social relations” being (-'=1.87) and “attack on job area” being (*=1.82) on the 
sub-factors of mobbing. 

Table 3. T-test results for organizational trust according to teachers’ schools type 


Factors 

Sub-factors 

School type 

n 


Std. 

df 

t 

Sig. 


Sensitivity to 

General 

180 

3.25 

.96 

389 

3.58 

.006 


Colleagues 

Vocational 

211 

3.57 

.88 





Trust in the 

General 

180 

3.22 

.85 

388 

4.01 

.004 


Principal 

Vocational 

210 

3.54 

.71 




Organizational 

Openness to 

General 

179 

3.21 

.75 

386 

3.64 

.016 

Trust 

Innovation 

Vocational 

209 

3.47 

.61 





Communication 

General 

181 

3.21 

.97 

390 

2.45 

.000 


Environment 

Vocational 

211 

3.43 

.77 





Total 

General 

178 

3.22 

.72 

385 

4.62 

.000 


Vocational 

209 

3.53 

.59 





Attack on social 

General 

177 

2.04 

.90 

376 

3.72 

.005 


relations 

Vocational 

201 

1.73 

.70 




Mobbing 

Attack on job area 

General 

181 

1.97 

.71 

383 

4.06 

.015 


Vocational 

204 

1.69 

.63 





Total 

General 

177 

2.01 

.74 

375 

4.39 

.002 


Vocational 

200 

1.71 

.60 





When Table 3 is examined, it is noted that all the sub-factors of organizational trust significantly differ by type of school 
where teachers work. These significant differences indicate that the teachers working in vocational high schools have a 
higher level of organizational trust than those working in general high schools on all the sub-factors. Accordingly, 
sensitivity to colleagues has been found to be [t( 389 )=3.58, p<.05], trust in the principal [t (388) =4.01, p<.05], openness to 
innovation [t (3g6) =3.64, p<.05] and communication environment [t( 390 )=2.45, p<.05]. In addition, it was found that the 
level of organizational trust does not differ by gender, level of education, age, and period of work in the current school. 

Findings related to mobbing in Table 3 are shows that all the sub-factors of mobbing significantly differ by type of 
school where teachers work. These significant differences indicate that the teachers working in general high schools 
experience mobbing more than those working in vocational high schools on both sub-factors. Accordingly, “attack on 
social relations” has been found to be [t (376 ) = 3.72, p<.05] and “attack on job area” [t (3g3) =4.06, p<.05]. In addition, the 
level of mobbing does not differ by gender, level of education, age, and period of work in the current school. 

Multiple regression analyses were made to answer the question of to what extent the teachers’ perceptions of mobbing 
faced by them predict their levels of organizational trust. Table 4 includes the analysis concerning how much the 
perception of mobbing predicts the sensitivity to colleagues. 

Table 4. Results of the regression analysis concerning the prediction of the level of sensitivity to colleagues by the 
perception of mobbing 


Variable 

B 

Standard Error 

P t 

P 

Dual r 

Partial r 

Constant 

5.222 

.104 

50.264 

.000 

- 


Attack on social relations 

-.413 

.056 

-.354 -7.389 

.000 

-.61 

-.36 

Attack on job area 

R= ,69 

F (2 .373 )=172.38 

-.567 .066 

R 2 = ,480 

P= .000 

-.414 -8.631 

.000 

-.64 

-.41 


Table 4 shows that there is a negative and medium-level (r= 0.61) relationship between attack on social relations and 
sensitivity but when the other variable controlled, the correlation between the two variables is calculated to be (r=0.36). 
In addition, it is noted that there is a negative and medium-level (r= 0.64) relationship between attack on job area and 
sensitivity but when the other variable controlled, the correlation between the two variables is calculated to be (r=0.41). 

All the sub-factors of mobbing together indicate a medium-level and significant relationship (R=0.69, R 2 = 0.48, p<.01) 
with the sensitivity grades of teachers. In general, mobbing explains about 48% of the total of sensitivity. According to 
the standardized regression coefficient (P), when the explanatory variables are ranked by their relative importance with 
regard to sensitivity, attack on job area comes first and it is followed by attack on social relations. When the results of 
the t-test concerning the significance of the regression coefficients are examined, it is noted that both variables are 
significant predictors of sensitivity. Below is the regression equation concerning the prediction of sensitivity according 
to the results of regression analysis: 

Sensitivity to colleagues = 5.222 - 0.413 Attack on social relations -0.567 Attack on job area 
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Table 5 includes the analysis concerning how much the perception of mobbing predicts the trust in the principal. 

Table 5. Results of the regression analysis concerning the prediction of the level trust in the principal by the perception 
of mobbing 


Variable 

B 

Standard Error 

P 

t 

P 

Dual r 

Partial r 

Constant 

4,886 

,084 


57,830 

,000 



Attack on social relations 

-,586 

,046 

-,594 

-12,888 

,000 

-.71 

-,56 

Attack on job area 

-,207 

,053 

-.179 

-3,882 

,000 

-,55 

-,20 

R= ,720 

R 2 = ,52 







F n 171 ,=201,09 

P= .000 








Table 5 shows a negative and high-level (r= 0.71) relationship between attack on social relations and trust in principal 
but when the other variable controlled, the correlation between the two variables is calculated to be (r=0.56). In addition, 
it is noted a negative and medium-level (r= 0.55) relationship between attack on job area and trust in principal , when 
the other variable controlled, the correlation between the two variables is calculated to be (r=0.20). 

All the sub-factors of mobbing together indicate a high-level and significant relationship (R=0.720, R 2 = 0.52, p<.01) 
with the trust in principal. In general, mobbing explains about 52% of the total variance of trust in principal. According 
to the standardized regression coefficient (P), when the explanatory variables are ranked by their relative importance 
with regard to trust in principal , attack on job area comes first and it is followed by attack on social relations. When the 
results of the t-test concerning the significance of the regression coefficients are examined, it is noted that both variables 
of mobbing are significant predictors of trust in principal. Below is the regression equation concerning the prediction of 
trust in principal according to the results of regression analysis: Trust in principal = 4,886 - 0.586 Attack on social 
relations -0.207 Attack on job area. 

Table 6 includes the analysis concerning how much the perception of mobbing predicts the openness to innovation. 

Table 6. Results of the regression analysis concerning the prediction of the level openness to innovation by the 
perception of mobbing 


Variable 

B 

Standard Error 

P 

t 

P 

Dual r 

Partial r 

Constant 

4,127 

,093 


44,260 

,000 



Attack on social relations 

-,373 

,050 

-,439 

-7,422 

,000 

-,46 

-,36 

Attack on job area 

-,036 

,059 

-,036 

-,605 

,546 

-,31 

-,03 

R= ,462 

R-= ,214 






F (2.3711=50,37 

P= .000 








Table 6 shows a negative and medium-level (r= 0.46) relationship between attack on social relations and openness to 
innovation but when the other variable controlled, the correlation between the two variables is calculated to be (r=0.36). 
In addition, it is noted a negative and medium-level (r= 0.31) relationship between attack on job area and openness to 
innovation, when the other variable controlled, the correlation between the two variables is calculated to be (r=0.03). 

All the sub-factors of mobbing together indicate a medium-level and significant relationship (R=0.462, R 2 = 0.214, 
p<.01) with the openness to innovation. In general, mobbing explains about 21% of the total variance of openness to 
innovation. According to the standardized regression coefficient (P), when the explanatory variables are ranked by their 
relative importance with regard to openness to innovation, attack on job area comes first and it is followed by attack on 
social relations. When the results of the t-test concerning the significance of the regression coefficients are examined, it 
is noted that both variables of mobbing are significant predictors of openness to innovation. Below is the regression 
equation concerning the prediction of openness to innovation according to the results of regression analysis: 

Openness to innovation = 4,127 - 0.373 Attack on social relations -0.036 Attack on job area 

Table 7 includes the analysis concerning how much the perception of mobbing predicts the communication 
environment. 

Table 7. Results of the regression analysis concerning the prediction of the level communication environment by the 
perception of mobbing 


Variable 

B 

Standard Error 

P 

t 

P 

Dual r 

Partial r 

Constant 

4,668 

,112 


41,721 

,000 



Attack on social relations 

-,320 

,060 

-,293 

-5,326 

,000 

-,50 

-,27 

Attack on job area 

-,415 

,071 

-,324 

-5,874 

,000 

-,51 

-,30 

R= ,556 

R-= ,310 






F (2.3741=83,87 

P= .000 








Table 7 shows a negative and medium-level (r= 0.50) relationship between attack on social relations and communication 
environment but when the other variable controlled, the correlation between the two variables is calculated to be 
(r=0.27). In addition, it is noted a negative and medium-level (r= 0.51) relationship between attack on job area and 
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communication environment , when the other variable controlled, the correlation between the two variables is calculated 
to be (r=0.30). 

All the sub-factors of mobbing together indicate a medium-level and significant relationship (R=0.556, R 2 = 0.310, 
p<.01) with the communication environment. In general, mobbing explains about 31% of the total variance of 
communication environment. According to the standardized regression coefficient (P), when the explanatory variables 
are ranked by their relative importance with regard to communication environment, attack on job area comes first and it 
is followed by attack on social relations. When the results of the t-test concerning the significance of the regression 
coefficients are examined, it is noted that both variables of mobbing are significant predictors of communication 
environment. Below is the regression equation concerning the prediction of communication environment according to 
the results of regression analysis; Communication Environment = 4,668 - 0.320 Attack on social relations -0.415 Attack 
on job area. 

4. Discussion and Conclusion 

The aim of this survey is to examine the relationship between mobbing and organizational trust in high schools. It is 
found that teachers have a high level of overall organizational trust. This finding is identical with the finding obtained 
by Arslan (2009) in vocational high schools. However, the survey conducted by Ozer, Demirtas, Ustiiner and Comert 
(2006) in high schools found the teachers’ level of organizational trust at “medium” level. It is thought that these results’ 
being close to but different from each other is due to the difference of sample. The level of organizational trust at 
schools is of great importance to achieve progress in the desired direction at schools, which are based on social 
interaction. According to Bas and Senttirk (2011), schools are organizations where organizational trust must be high so 
that they may function efficiently. A high level of trust positively affects the teacher’s sense of identification and his 
efficient work. According to Bryk and Schneider (2003), the higher organizational trust at schools, the higher academic 
efficiency. For this reason, although the level of organizational trust found by this survey is high, it may be said that it 
should be brought to an even higher level at high schools. 

It has been found that sensitivity to colleagues, one of the sub-factors of the organizational trust, is at the highest level. 
A similar finding was obtained by Bas and Senttirk (2011) in a survey conducted in primary education schools. 
However, there are also surveys that show different results. In the surveys conducted by Arslan (2009) in vocational 
high schools and by Cemaloglu and Kilin? (2012) in primary education schools, it is found that trust in principals is 
highest. The level of organizational trust does not differ by gender. It is noted that this finding is consistent with the 
findings of numerous surveys conducted in education institutions (Ozdil, 2005 and Bas & Senttirk, 2011). 

It is observed that the level of organizational trust is significantly higher for teachers in vocational high schools than 
those in general high schools. The survey conducted by Ozer, Demirtas, Ustiiner and Comert (2006) finds that the level 
of organizational trust is higher for teachers in Anatolia and Science High Schools than in other high schools. This 
indicates that the type of school where the teacher works is an important factor in the level of organizational trust. 
According to both surveys, the level of organizational trust is lower at general high schools in comparison with both 
vocational high schools and Anatolia and Science High Schools. Further research is needed to answer the question of 
why teachers working in general high schools, which are considered medium in terms of academic level, have lower 
organizational trust. 

It is observed that the overall level of mobbing faced by teachers is low. This finding is supported by many surveys 
(Ugurlu, (j'aglar & Giines, 2012; Ko? & Urasoglu Bulut 2009). The fact that the level of mobbing behaviour at schools 
is low may be considered positive, but even this low level shows that mobbing behaviour exists and negatively affects 
teachers. It is found that teachers in general high schools experience mobbing significantly more than those in 
vocational high schools. However, the survey conducted by (”ivilidag and Sargin (2011) in high schools did not find a 
significant difference. In addition, the survey conducted by Ko? and Urasoglu Bulut (2009) did not find any difference 
between public and private schools. 

If the factors positively and negatively affecting organizational behaviour are shown on the same scale, organizational 
trust and mobbing will appear on the two opposing sides of the scale. However, regression analysis results must be 
viewed to explain the level of relationship between them. The regression analyses made show that there is a negative 
and significant relationship between the level of mobbing faced by teachers and their level of organizational trust. The 
same finding was obtained in the survey conducted by Cemaloglu and Kihn 9 (2012) in primary education schools. In 
addition, the perception of mobbing has a medium-level negative and significant relationship with sensitivity to 
colleagues, openness to innovation, and communication environment, which are sub-factors of organizational trust, 
while it has a high-level negative and significant relationship with the trust in principal. In other words, it may be said 
that while mobbing faced by teachers has a generally negative effect on organizational trust, it most causes trust in 
principal to be damaged. The same conclusion is reached in the surveys carried out by Cemaloglu and Kilmg (2012) 
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and Durdag and Naktiyok (2011). This may be due to the fact that the teachers exposed to mobbing behaviour by their 
principal. In this way, the negative effect of mobbing directly results in loss of trust in principal. However, mobbing 
may result in loss of trust in principal also where it is exposed to mobbing behaviour by others. This is because, even if 
the person engaged in mobbing behaviour is someone else, the victim expects the principal to intervene for him to be 
freed from such behaviour, and if that intervention does not come or is not sufficient, the victim’s trust in the principal 
will be damaged. For this reason, the principal’s preventive role is very important in mobbing incidents that occur in the 
school (Ertiirk, 2013b). 

This result shows the negative relationship between mobbing and organizational trust while it also shows us the way to 
enhance organizational trust. Accordingly, it is possible to raise the level of organizational trust by preventing mobbing 
behaviour that occurs in schools. In other words, the relationship between these variables is a relationship that can be 
managed by administrators in a positive direction. It is possible to prevent mobbing behaviour and, at the same time, to 
improve the existing organizational trust at the school through the use of the mobbing and organizational trust 
relationship by principals in schools. With both effects, principals will generate positive effects on teacher efficiency, 
organizational commitment, and school achievement. 
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